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In Mississippi, the bulk of the responsibility to conduct workforce training falls
on the community colleges. With the recent trends of large industry relocating overseas,
layoffs, and plant closures, these challenges have become prevalent in rural America.
Through the development and delivery of workforce programs to local business and
industry, community colleges have made substantial contributions to the economic and
community development of communities across the nation. The gap between well-paying
jobs and unemployed, undereducated workers continues to be a problem. In order to
prepare the supply of the unemployed/underemployed and to meet industry's demand,
workforce and education systems need to be organized around long-term integrated
education, training, and work that is targeted to high-wage, high-demand employment.
The purpose of this study was to investigate the nature of workforce education
and training needs of business and industry that had participated or were participating in
workforce training with the college. This study was designed to look for gaps in

workforce training by analyzing the current and future training needs of local business
and industry.

Questions to be answered by this study are as follows:
a)

How do business and industry in the college’s district currently utilize the
workforce training and development services?

b)

What are the future workforce training needs of local business and
industry in the college’s district?

c)

What are the gaps between the workforce training provided by the college
and business and industry needs?

Results from this study may provide suggestions to enhance and improve the training
provided by the college’s workforce department to their local business and industry. This
study will provide the college with information that will be valuable in improving,
implementing, and developing successful training and partnerships.
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CHAPTER I
INTRODUCTION

Having a strong, reliable, and prosperous local economy is usually a main goal for
local government and economic development entities across America. The focus usually
revolves around enticing successful, high wage, large employers/industry to locate their
business in the district. Having a capable, trained or trainable, high skilled workforce is
one of the key elements in accomplishing this goal. In many rural areas across the
country, community colleges are the institutions primarily responsible for providing post
secondary educational opportunities (Katsinas, 2007). As a result, they are tasked with
the challenging responsibility of expanding those opportunities, training a rural
workforce, and building a healthy and inclusive community. Community colleges are
much more than an institution of higher learning that grants a two year degree en route to
a bachelor’s degree. Mississippi community colleges continue both to offer and be the
main source for vocational, career, and technical education; moreover, they have taken
on the challenge to include developmental education in the past few years.
Through the development and delivery of workforce programs and related
services to local business and industry, community colleges have made substantial
contributions to the economic and community development of communities across the
nation. The demands for workforce education and training have increased as a result of
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the changes in workforce demographics, global competition, and changes/advances in
technology.
Training and workforce education is defined as post-secondary activities such as
workshops, courses, customized trainings, and seminars that enhance and/or develop the
skills of existing business or industry employees. This includes any non-college credit
training provided to employed or unemployed individuals, which are designed to meet
the employment needs of the employer and/or student by enhancing technical,
occupation, and/or soft (communication/interpersonal) skills.
Career/Technical education is defined by the Carl D. Perkins Vocational and
Technical Education Act as organized education programs offering sequences of courses
directly related to preparing individuals for paid or unpaid employment in emerging or
current occupations requiring other than a baccalaureate or advanced degree. These
programs may include competency based applied learning, problem solving, higher order
reasoning, and occupational specific skills (1998).
Both the state and federal government have recognized workforce education and
training as being a key issue to economic development and the nation’s growth. In 2004,
both President George W. Bush and Mississippi Governor Haley Barbour recognized the
specific and important role that community colleges play in workforce training. In his
State of the Union address (January 2004), President Bush said “I propose increasing our
support to America’s fine community colleges, so that they can train workers for industry
that are creating the most jobs. Job training is important and so is job creation” (Bush,
2004).
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Mississippi Governor Haley Barbour in his January 2004 State of the State
Address pointed out the importance of workforce training in the state’s ability to attract
and maintain companies looking for a stable workforce. Community colleges have a
proven record in workforce performance and a well-deserved reputation for tailoring
programs to meet specific needs, thereby, creating jobs (Barbour, 2004).
During his 2008 State of the State Address, Governor Haley Barbour
reemphasized the importance of reorganizing and emphasizing workforce development
and job training. “Community colleges got cut even more when Musgrove was governor,
and I’m proud that in my first administration state appropriations for community colleges
went up fifty-two percent, including a more than doubling of state spending on workforce
development and job training . . . a key to our job creation success” (Barbour, 2008).
Workforce training and education providers were surveyed by The 1993 League
of Innovation for Community Colleges to determine the community college’s
involvement in workforce training and education programs (Doucette, 1993). Through
five regional forums, data was collected by the American Association of Community
Colleges and the United States Department of Labor from representative community
colleges, business and industry, and state and local government. The results of the study
were published in The Critical Link (Falcon, 1994). The National Workforce
Development Study of 1995 conducted by a Cooperative of the Advancement of
Community-Based Postsecondary Education (COMBASE), the National Council for
Continuing Education and Training (NCCET), and the National Council for Occupational
Education (NCOE) reached almost 10% of the nation’s community colleges. The
American Association for Community Colleges (AACC) published the results of this
3

study in 1997 in Developing the World’s Best Workforce (Zeiss, 1997). The National
Workforce Development Study found 17 recommendations; 3 recommendations directly
related to the importance of community colleges conducting needs assessment surveys
and workforce training with business and industry. A total of 27 states and 104
community colleges participated in the National Workforce Development Study. Delta
State Community College was the only colleges that participated in the state of
Mississippi (Zeiss, 1997).

Statement of the Problem
In Mississippi, the bulk of the responsibility to conduct workforce training falls
on the community colleges. With the recent trends of large industry relocating overseas,
layoffs, and plant closures, these challenges have become more prevalent in rural
America within the last few years. Rural community colleges are no strangers to the
effects and challenges of the global economy. Workforce development is valuable in
helping community colleges meet the needs of a competitive global economy and
advancing a state's economic growth by providing services to business and organizations.
Workforce development helps individuals move from being underemployed or
unemployed to becoming the skilled workers that employers demand. The gap between
well-paying jobs and unemployed, undereducated workers continues to be a problem.
Employers in many fields have a critical need for filling job openings that are
increasingly complex and demanding. Unfortunately, many individuals have little
education and work experience and are not currently qualified to fill these positions. In
order to prepare the supply of the unemployed/underemployed to meet industry's
4

demand, workforce and education systems need to be organized around long-term
integrated education, training and work, which is targeted to high-wage, high-demand
employment. For employers, this can offer a means for the recruitment and training of
new employees, skills upgrade for existing employees, and improved retention.
The shortages in basic workplace skills are not new. In the late 1980s, two reports
referenced the potential of a basic workplace competency skills gap between the
qualifications of workers and the skills required to work efficiently in the next century.
The Hudson Institute’s Workforce 2000 report (Johnston & Packer, 1987) and the
Commission on the Skills of the American Worker (CSAW) clearly stated that there
would be a competency skills gap if employers in the United States decided to compete
on the quality of U.S. products and services. Workers of the future will need to possess
basic workplace skills. Employees must have the ability to gain new knowledge and skills
to be competitive. The ability to do hard labor and strength has been replaced by basic
skills and technical knowledge.
Two subsequent national reports, one by the American Society for Training and
Development (ASTD; Carnevale, & Johnston, 1989) and one by the Secretary's
Commission on Achieving Necessary Skills (SCANS; U.S. Department of Labor, 1991b)
are foundational works in identifying basic workplace competencies, often used as
benchmarks or beginning points for other international, national, state, regional, and local
studies (Overtoom, 2000). The National Alliance for Business conducted a study that
sought to determine what the higher education community and employers expected from
high school graduates. The results of the study reinforced what previous research had
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documented: that there is a need for a more educated workforce (National Alliance of
Business, 2002b). The research found the following needs:
One key competency that employers across-the-board value in employees
is the ability to think creatively and logically in order to solve problems.
Such employees are most likely to be promoted in an unforgiving global
economy that requires flexibility and an ability to develop new skills. The
ability to think, speak, and write logically, to solve problems, and to
synthesize information are also priority competencies cited by postsecondary faculty members from all disciplines. (American Diploma
Project, 2002)
Blakely and Bradshaw (2002) said, “American workers are woefully undertrained
for their current jobs and not prepared for future opportunities” (p. 252). Blakely and
Bradshaw (2002) also quoted a survey conducted in the U.S. by the Hudson Institute,
which showed that 90% of workers in the United States need to improve their computer
skills and 60% need improvement on their analytical skills to keep doing their current
jobs. In addition, Bolman and Deal (2003) indicated that employers are doing little to
address the problem. The two most frequently cited reasons that illustrate the benefits and
need for workforce education are development of human capital and attraction of
business and industry.
Flora, Flora, and Fey (2004) define human capital as those attributes of
individuals that contribute to their ability to earn a living, strengthen community, and
otherwise contribute to community organizations, to their families, and to selfimprovement. They also state that interpersonal skills, values, and leadership capacity are
a part of human capital. Beaulieu (2002) references a study by the National Commission
on Entrepreneurship which lists access to quality workers as one of four key ingredients
for spurring entrepreneurial growth in communities.
6

Many community colleges across the nation work closely with local one-stop
Centers who are responsible for programs such as Workforce Investment Act (WIA).
WIA programs receive funds from the United States Department of Labor to partner with
county agencies in order to provide vocational training and support services to eligible
persons. These partnerships assist individuals in the transition of being dislocated from a
previous employer, unemployed, underemployed, or economically disadvantaged to
improving their self-sufficiency skills and enhancing their ability for long term
employment opportunities. In the college’s service area, dislocated workers seek
employment with industries that are recent in the area such as American EuroCopter,
PACCAR, SeverStal, Toyota, etc. These industries, like many others across the nation,
are seeking highly qualified, skilled, knowledgeable individuals with problem solving
and team building abilities and a strong work ethic to work in highly technical positions.
With the college as a main partner in the training of the district residents and local
business and industry, a workforce training needs assessment focusing on business and
industry’s current and future workforce training needs should be studied.

Purpose of Study
The purpose of a needs assessment is to provide information about a situation in
order to give trainers insight into what is needed to improve performance (Rossett, 1995).
Needs assessments are intended to identify the gaps between what is happening and what
should be happening. The purpose of this study was to investigate the nature of
workforce education and training needs of business and industry that were currently
participating or had participated in workforce training services at the college. This study
7

analyzed the data from the surveys collected to compare the type of training provided by
the college with the current and future training needs of business and industry. The study
identified the gaps in workforce training provided by the college. Results from this study
also provided suggestions on how to enhance and improve the training services provided
by the college workforce department to their local business and industry.

Research Questions
Questions to be answered by this study are as followed:
1.

How do business and industry in the college’s district currently utilize the
workforce training and development services?

2.

What are the future workforce training needs of local business and
industry in the college’s district?

3.

What are the gaps between the workforce training provided by the college
and business and industry needs?

Limitations of Study
This study was subjected to the following limitations:
1.

This study was limited to the participants’ willingness to respond honestly
to the voluntary surveys.

2.

This study was limited to only local business and industry within one
college district.

3.

This study was limited to only business and industry that are participating
or have participated in workforce training with in the past few years.

4.

This study was limited by the small sample size.
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Delimitations
This study was limited by the following:
1.

This study did not compare or contrast experiences between other regions.

2.

This study only examined variables indicated on the survey.

3.

This study did not compare or contrast experiences between other
colleges.

Significance of the Study
This study provided the college with information and insight that will be valuable
in improving, implementing, and developing successful training. The first goal of this
study was to provide the data needed to track the workforce training needs of business
and industry in the college’s district. The second goal of the study was to provide the
college’s workforce service department with insight on the present and future services
and training needed by business and industry within its surrounding district. Striving to
obtain Goal II is vital due to the fact that each community college in Mississippi lobbies
for the chance to expand their training programs in order to keep up with the changes in
business and industry in their district. The results of this study were intended to better
inform the college in order to enhance the workforce training needs in this area.
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Definition of Terms
Community Colleges:

Institutions of higher education sometimes referred to
as junior colleges or two-year schools that grant an
A.A. degree, A.S. degree, or vocational certificate.
For the purposes of this study, unless otherwise
specified, community colleges will refer to those
institutions of higher learning located in Mississippi
only.

Suitable Employment:

Work of a substantially equal or higher skill level,
paying not less than 80% of the worker’s average
weekly wage, which does not include selfemployment or employment as an independent
contractor (Department of Labor, 2006).

Training:

the acquisition of skills, concepts, or attitudes that
result in improved performance in an on-the-job
environment (Goldstein, 1980).

State Training Project:

Mississippi Community
College System:

Agreements among Mississippi community colleges
and business within their district that provide training
from the community colleges to the business at a
subsidized rate. The majority of the funding is
available from the Mississippi unemployment trust
fund.
An organization of 15 public institutions
serving diverse populations statewide (Davis, 1992,
p.6).

Rural:

The Census defines rural as divided into “places of
less than 2,500” and “not in places” (outside
incorporated and unincorporated places and the rural
portions of extended cities). Census further divides
rural population into “rural farm” and “rural
nonfarm.” (U.S. Census, 2002)

Traditional student:

A college student between the age of 18 and 24 years
of age. This student has usually matriculated to a
college or university directly from high school
(Cross, 1980).
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Nontraditional student:

A college student who is 24 years or older and is
enrolled in school full-time or part-time while
engaging in responsibilities such as employment,
family, and other responsibilities of adult life (Cross,
1980).

Gap:

the difference between what is and what should be –
The difference between the actual state and the
desired state (Kaufman, Rojas, and Mayer, 1993).

State Board for Community
and Junior Colleges:

The board provides general coordination of
the public community and junior colleges and
assembles reports and other duties as may be
prescribed by law. Created July 1, 1986 by
Mississippi Code Section 37-4-3 to receive and
distribute funds appropriated by the Legislature for
the use of the public community and junior colleges
from federal and other sources that are transmitted
through the state governmental organization to the
colleges (SBCJC, 2007).
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CHAPTER II
REVIEW OF LITERATURE

This chapter presented a review of literature related to this study. The review
included seven aspects that will be fundamental to this study: (a) history of the American
community colleges, (b) history of Mississippi’s community/junior colleges, (c)
Mississippi State Board for Community and Junior Colleges (SBCJC), (d) history of
workforce training, (e) history of Mississippi’s workforce training, (f) ACT’s
WorkKeys® Career Readiness Certification, and (g) needs assessments.

History of American Community Colleges
Harper, former president of the University of Chicago, coined the term “junior
college.” Harper, along with some of his presidential colleagues, felt that high school
students entering college were under prepared. He encouraged the school superintendent
in Joliet, Illinois to extend Joliet High School by several grades. In 1901, Joliet Junior
College became the first public junior college in the United States (Vaughan, 2000).
According to Valentine (1949), Joliet Junior College was an extension of a
secondary school, and it served the first two years of college. The Joliet Township school
board authorized the offering of “postgraduate” education beyond high school
coursework. In 1916, the postgraduate division was separated from the high school, and
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in 1917 was formally renamed Joliet Junior College. Vaughn (2000) cites Joliet as one of
the nation’s first and most successful junior colleges, for several reasons:
•

It demonstrated that a well-equipped public high school could offer courses
equal to those offered by a university.

•

It demonstrated the feasibility and desirability of using tax dollars to offer
post-secondary education in the community.

•

The needs of the community helped shape the courses and programs offered
by this community-based institution.

•

The acceptance of courses offered at Joliet by the University of Chicago and
Northwestern illustrated the feasibility and practicability of transferring
courses from a public junior college to a university.

During the first quarter of the 20th century, Texas, Oklahoma, Illinois,
Mississippi, Missouri, Iowa, Kansas, and Michigan were among the states that
established public junior colleges (Vaughn, 2000). In the early years, community colleges
focused on general liberal arts studies. Throughout the depression of the 1930s,
community colleges began offering job-training programs as a way of easing widespread
unemployment. After World War II, the conversion of military industry to consumer
goods created new, skilled jobs. This economic transformation, along with the GI Bill,
created the drive for more higher education options. The term “community college”
became popular and was adopted after World War II. The growth spurt for community
colleges began after World War II with the return of soldiers to civilian life. The
veterans were in need of housing and job training. In 1944, the United States Congress
passed the Serviceman’s Readjustment Act, popularly known today as the GI Bill, to
13

provide educational financial assistance to veterans of the war. This was the federal
government’s first attempt to provide student financial aid on a large scale (Vaughan,
2000). This bill was primarily responsible for breaking down the economic and social
barriers of attending college. Community colleges have historically been facilitators of
change (Burnett, 2001).
In 1948, the Truman Commission suggested the creation of a network of public,
community-based colleges to serve local needs. The commission’s recommendations for
the community college were part of a broader call that public education be made both
available and tuition free to all Americans able and willing to receive it, regardless of
race, creed, color, sex or economic and social status (Cohen & Brawer, 2003). A report
known as the “Truman Report,” stated the following:
Whatever forms the community college takes, its purpose is educational
service to the entire community and this purpose requires of it a variety of
functions and programs. It will provide college education for the youth of
the community certainly, so as to remove geographic and economic
barriers to educational opportunity and discover and develop individual
talents at low cost and easy access. But in addition, the community college
will serve as an active center of adult education. It will attempt to meet the
total post-high school needs of the community. (Bogart, 1994, p. 62)
Emphasizing the importance of expanding educational access beyond high schools, the
Truman Report also proclaimed:
If the ladder of educational opportunity rises high at the doors of some
youth and scarcely rises at all at the doors of others, while at the same time
formal education is made a prerequisite to occupational and social
advance, then education may become the means, not of eliminating race
and class distinctions, but of deepening and solidifying them. It is obvious,
then, that free and universal access to education, in terms of the interest,
ability, and need of the student, must be a major goal of American
education. (U.S. President’s Commission on Higher Education, 1947,
p.36)
14

The community colleges thrived on their new responsibilities because they had no
traditions to defend, no alumni to question their role, no autonomous professional staff to
be moved aside, and no statement of philosophy or mission that would militate against
their taking on responsibility for everything (Cohen & Brawer, 2003). Therefore, their
inventions and innovations possess characteristics that helped them to develop and
maintain an identity of their own (Vaughn, 2004).
Community colleges became a national network in the 1960s with the opening of
an additional 457 public community colleges -- more than the total in existence before
that decade. The construction involved in this gigantic growth of facilities was funded by
a robust economy and was supported by the social activism of the time. The term junior
college was applied more often to the lower-division branches of private universities and
to two-year colleges supported by churches or organized independently, while community
colleges came gradually to be used for the comprehensive, publicly supported institutions
(Cohen & Brawer, 2003). At the end of the 1960s, Cohen captured the comprehensive
and convoluted identity for the community and junior college in an articulation that looks
both forward and backward:
The community junior college…is viewed variously as democracy’s
college, as an inexpensive, close-to-home alternative to the lower division
of a prestigious university: as a place to await marriage, a job, or the draft:
and as a high school with ashtrays. For many of its enrollees, it is a
stepping-stone to the higher learning: for most, it is the last formal,
graded, public education in which they will be involved. The community
college is – or attempts to be all things to all people, trying valiantly to
serve; simultaneously as a custodian, trainer, stimulant, behavior-shaper,
counselor, adviser, and caretaker to both young and old (Levin, 2001).
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Community colleges have afforded many the opportunities to receive a quality
education at an affordable price. The notion that community colleges easily adjust to the
ever changing society is represented in its mission. According to Vaughan, the
community college mission is the fountain from which all activities flow and is based on
five commitments. Those commitments are: (a) open-access admissions; (b)
comprehensive educational programs; (c) community service; (d) teaching and learning;
and (e) the fostering of lifelong learning. However, in the 21st century with the
advancements of technology and the emphasis on economic development, these needs of
the global economy have been added to the mission of community colleges. In the rapidly
changing society of the 21st century, the success of community colleges will depend on
its ability to respond to a changing environment (Vaughan, 2000).
Community colleges have evolved and flourished despite obstacles such as
funding. They have spread across the United States to become the largest sector of
higher education since their creation over 100 years ago (Boggs, 2004). Boggs also states
that “student enrollment has grown to over 6.5 million students enrolled for credit and 5
million enrolled for non-credit courses (p.6).” For many students, the driving force is
centered on specific academic and vocational goals, pursued through courses that may
serve as bridges to advanced college degrees or to jobs (Maxwell, 2000). The U.S.
Department of Education projects that 75% of high school seniors will likely attend
college by 2009. The student population is available, and nothing is more sacred to
community colleges than the belief that they can and should serve all eligible people who
seek admittance (Vaughan, 2004).
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Current research has suggested that change in community colleges is inevitable or
predisposed to transformation. They constantly make and remake themselves in response
to social, economic, and governmental transformation where it is controlled and managed
(Foote, 1998). Although incivility and conflict have plagued community colleges and
other educational institutions, recent budget declines have made this situation more
critical (Alfred & Carter, 1997). For example, during the past ten years, community
colleges have expanded their workforce development programs to respond to the training
needs of business, industry, and government. These new creative and entrepreneurial
workforce development programs do not fit within traditional delivery models, but they
may be the prototypes of the future. They have also responded to the needs of business,
industry, and government to retrain transitional and current workers because of changing
economic and social forces. Those forces include the focus on productivity and high
performance by global competition; new technology that requires new skills; a push for
quality assurance in manufacturing processes; and political pressure to modify the
welfare system and put people to work (Leach, 1997).
According to Milliron and de los Santos (2004), community colleges have
become the nexus of lifelong learning in their communities. The broad range of programs
in comprehensive community colleges makes it hard to pin down a single mission for
these institutions. In general, community college students attend to obtain certificates,
diplomas, and degrees in credit and noncredit areas, including college transfer programs,
terminal and transfer technical programs, vocational training, and workforce development
programs with industry, workforce development programs with displaced workers, basic
skills and remedial programs, adult basic education and GED, senior programs, and
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vocational noncredit programs. In addition, community colleges are often the primary
educational source to prepare learners for external certification programs, for example,
information technology (IT), allied health, financial services, and hazardous materials
certification (Milliron, & de los Santos, 2004).
Community colleges offer the flexibility to respond quickly to changing workforce requirements by tailoring their offerings to specific local needs. The value of
community colleges in the American economy has become so prominent that the
international community is looking to the U.S. to model these open access institutions
that are considered the engines of the middle class (Davis & Wessel, 1998).

History of Mississippi’s Community Colleges
Today in Mississippi, there are currently 14 community colleges and one junior
college. In 1922, Mississippi was the first state to create a junior college system (Young
& Ewing, 1978). In 1928, Dr. Zeller introduced a bill, SB 131, which created the
Commission of Junior Colleges. As cited by Young & Ewing (1978), “Mississippi is the
only state which has a real system of colleges, and this state system has set a pattern for
others.” The oldest community college in Mississippi is Pearl River Community College
(PRCC), which was organized in 1922, and the newest is Coahoma Community College,
which was organized in 1949. In 1987, the term junior college was changed to
community college in 14 of the 15 community college districts in Mississippi. Jones
County Junior College in Ellisville continues to be the only junior college in the state of
Mississippi. Figure 1.1 and Table 1.1 represent the locations of each college in
Mississippi.
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Figure 1.1
Map of Mississippi's Junior/Community Colleges
Note. *Source: Mississippi State Board Community and Junior College (2008)
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Table 1.1
Index of the Mississippi Junior and Community College System
Coahoma Community College
Copiah-Lincoln Community College
East Central Community College
East Mississippi Community College
Hinds Community College
Holmes Community College
Itawamba Community College
Jones Junior College
Meridian Community College
Mississippi Delta Community College
Mississippi Gulf Coast Community College
Northeast Mississippi Community College
Northwest Mississippi Community College
Pearl River Community College
Southwest Mississippi Community College

Map #4
Map #11
Map #7
Map #8
Map #10
Map #6
Map #3
Map #12
Map #9
Map #5
Map #15
Map #2
Map #1
Map #14
Map #13

Note.* Source: Mississippi State Board Community and Junior College (2008)

This long standing history dates back to 1922 when Senator Zellar introduced
legislation providing all Mississippians access to higher education. Senate Bill 251
allowed state agricultural high schools to extend the high school curriculum to offer
college courses. Two schools, Pearl River County Agricultural High School and Hinds
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County Agricultural High School, immediately took advantage of this opportunity to
meet the needs of its students and provide access to higher education to all its high school
graduates. Mississippi was so committed to this idea that in 1928 it was the first state in
the nation to organize a statewide governing board, now known as the State Board for
Community and Junior Colleges. This board was responsible for overseeing the public
junior colleges and working closely with elected local boards in developing a strong
network of public junior colleges that effectively balanced transfer and vocational
programs. Also in 1928, House Bill 263 provided the first state funding for agricultural
high schools-junior colleges. More specifically, counties were authorized to tax
themselves in order to establish a junior college, join existing districts, levy taxes to
support the district, and have representation on the institution’s board of trustees.

The State Board for Community and Junior Colleges (SBCJC) and Workforce Projects
The relationship that workforce personnel must have with the SBCJC is crucial.
The link to business and community development most notably comes through the
administering of projects and training funding overseen by the SBCJC. Typically, a
workforce coordinator or project writer will meet with potential clients to determine
training needs. In some cases, the SBCJC will actually communicate directly with a
company and will then rely on the corresponding community college and their staff to
handle the logistics and training needs. In most cases the reimbursement amounts range
from $18 per hour to $50 per hour for workforce training instruction. There are a number
of different classifications: Basic skills projects provide trainees with fundamental
instruction in reading, math, writing, language, and GED preparation. Such projects are
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usually funded entirely with state appropriated funds, with teacher salaries typically
starting at $15-18 per hour (SBCJC, 2007). Short-Term Adult Classes are generally
offered at night to members of the community with the purpose of providing
employability and upgrade skills. An example of such a class could be a Certified
Nursing Assistant’s class being taught at the college or a construction trades class taught
in the community. The intent of the short term class is to provide the participant with a
marketable skill when he/she completes the training. These classes are also funded with
state-appropriations. TANF (Temporary Assistance for Needy Families) training classes
are certified and initiated by the Department of Human Services, and the classes are
offered by the community and junior colleges. An example of this could be the result of a
plant closure and a “Rapid Response” team. In this case, officials with DHS, the
community college, and others such as the Mississippi Department of Employment
Security go in and provide assistance to displaced workers. A specific example of short
term training occurred when employees of a North Mississippi plant were displaced due
to plant closure. The company qualified for assistance for their workers, and the
displaced workers were able to enroll in short term training at the community college.
Traditional workforce projects are projects that provide pre-employment training,
post-employment job-specific skills training, upgrade and retraining. These projects are
also funded with state-appropriated funds. This type of training is unlimited, ranging
from $1 million specialized underwater welding to customer service training for a local
hospital. Specialized training usually reimburses the instructor up to $50 per hour, but
some contracts allow for even higher reimbursements for large contracts. In the past this
could be based on what amount was appropriated by the legislature, usually around $12
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million. Recently, however, the SCBJC was successful in passing legislation that allows
all companies to access a portion of the state’s Unemployment Trust Fund. This
legislation has allowed the state and its companies to have a more stable source of
funding and has also infused an additional amount of funds into the training system
(approximately $18-22 million total.) This training contract is geared toward
manufacturing companies located within the state. Facilities exist at all of the community
colleges for training in a variety of areas such as: manufacturing skills, welding, pipe
fitting, machine shop, electricity, construction skills, pneumatics, hydraulics, forestry,
supervisory, automotive, forklift, first aid, safety, and Occupational Safety and Health
Administration (OSHA) regulations. Other types of training are available such as Trainthe-Trainer, in which a company sends employees out of state for industry specific
training with the goal of coming back and introducing these concepts to the rest of the
company. Mobile labs and classrooms are also available, and many districts have mobile
computer classrooms set up around the district to provide easy access for the companies.
Satellite training is available to companies through the colleges as well as classes taught
via the community college network (SBCJC, 2007).
Another tool for business and community colleges coordinated by the SBCJC is
curriculum development through the RCU at Mississippi State University. The
Workforce Development division section provides technical support services for the
development of training media such as technical manuals, videos, and e-learning
modules. This department also disseminates a wide variety of previously developed
generic training media. In addition it coordinates professional development and
leadership training to the Mississippi Workforce Education Program’s professionals
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(M.S.U. RCU, 2003). This relationship model with the SBCJC is critical for community
college workforce personnel to work in the community and make a difference. Without
the access to resources and funds provided by the SBCJC, workforce personnel would be
unable to provide the nuts and bolts training and would unlikely have a true
understanding of what is going on locally in business and industry.

History of Workforce Training
The first attempt deal to with the influx of unskilled workers to urban areas was
made by congress with the passage of the Vocational Education Program in 1917. In
1920, the Vocational Rehabilitation Act was passed to assist returning veterans and
others in finding employment following World War I. These very limited programs were
the very beginning of federal involvement in employment assistance (Good & Teller,
1969). In 1933, the federal government implemented a number of programs to increase
employment, such as the Wagner-Peyser Act which provided funding for matching
individual skills to job specifications and established the Federal/State Employment
Services (Marshall & Tucker, 1992). The implementation of these programs was mainly
due to the depression in the 1930s when unemployment impacted one fourth of the
workforce. The workforce in the past was mainly composed of single wage earner
families.
America’s workforce continued to change and after World War II in 1944 the US
Congress passed the Servicemen’s Readjustment Act. It was known as the GI Bill of
Rights, and it provided an educational scholarship for eligible veterans (Vaughan, 2000).
In the 1950s millions of Americans began to leave their farms and started to relocate to
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urban areas. American society was changing due to the global impact and advances in
technology. The number of females in the workforce increases and the post war baby
boomers were growing up. People were living longer due to medical advances. Equal
opportunity for the American dream was begin demanded by the minorities, in particular
the African Americans. These conditions set the stage for the “Great Society” programs,
which were started by the federal employment and training legislation of the 1960s’
(Marshall &Tucker, 1992).
The Manpower and Training Act (MDTA) was passed in 1962. The purpose was
to retrain workers whose jobs had been eliminated due to economic and technological
changes. In 1963, congress passed the Economic Opportunity Act (EOA), which
included programs such as the Job Corps, New Careers, Community Action Programs,
Summer Youth Employment Programs, and Neighborhood Youth Corps. Each of these
programs functioned under a different community base, but all focused on job training
and preparing for work. The Vocational Education Act, which enabled institutions to help
unemployed youth by providing them workforce training, was also passed in 1963
(Barlow, 1967). In 1967, the EOA was amended to consolidate and reduce duplication of
services.
The Comprehensive Employment and Training Act (CETA) established in 1973,
allowed the local areas “Prime Sponsors” who provided the training to be involved in the
decision making process. The “Prime Sponsors” established local advisory councils and
received funding to provide training and employment services in each state, while
incorporating elements of the EOA and MDTA programs (Marshall & Tucker, 1992).
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Established in 1982, the Job Training Partnerships Act (JTPA) represented the
first efforts to reduce the effects of federal control and gave local communities and states
the responsibility of program design and operation. Marshall and Tucker (1992)
indicated that JTPA emphasized a separation between the actual program operations and
the general administration of the job training system. JTPA was replaced by the
Workforce Education Act (WIA) of 1994. The Workforce Education Act of 1994 was
amended turned into the Workforce Investment Act (WIA) of 1998. The WIA of 1998
was followed by the Comprehensive Workforce Training and Education Consolidation
Act of 1999. The current law is known as the Comprehensive Workforce Training and
Education Consolidation Act of 2004 (Workforce Education Act of 1994).

History of Mississippi’s Workforce Training
The purpose of the Mississippi Workforce Education Act (WIA) of 1994 was to
provide for the creation and development of a regionally based system in Mississippi for
education and training. It responded to the needs of Mississippi’s workforce and
employers and was driven by the demands of industry and a competitive economy. The
Act also made maximum use of limited resources and provided for continuing
improvement through constant assessment of the results of education and training for
individual workers and employers (Workforce Education Act of 1994).
This act developed a system of state and local workforce development councils
with responsibilities ranging from serving as a forum for developing necessary
collaboration; providing assessment on effectiveness; monitoring the effectiveness of
Skill/Tech Workforce Development Centers and district councils; advising the governor
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and public schools on effective school-to-work policies and programs; and working with
industry to identify needs (Workforce Education Act of 1994). The act developed and
outlined duties for one-stop training centers and named the State Board for Community
and Junior Colleges as the primary support agency for these centers. The legislation
called for each of the state’s community and junior colleges to become regional resources
for workforce development (Mississippi House Bill 1412, 1994). Each Workforce
Development Center is guided by a 15-member District Workforce Development
Advisory Council that is appointed by the host-college’s board of trustees (Mississippi
House Bill 1412, 1994).
In 2004, the Mississippi Comprehensive Workforce Training and Education
Consolidation Act passed. The intent of the Mississippi Comprehensive Workforce
Consolidation Act of 2004 was to establish one comprehensive workforce development
system in the state of Mississippi that is focused on achieving results, using resources
efficiently, and ensuring that workers and employers can easily access needed services.
This legislation sought to reduce some past inefficiency by consolidating the existing
state investment boards that oversaw federal monies and state workforce councils that
oversaw state monies. This legislation created the Mississippi Workforce Investment
Board, which oversees both state and federal monies. The board is made up of 37
members (Mississippi House Bill 973, 2004).
The current law reduces the number of workforce investment district from six to
four. Prior to July 1, 2004, the six districts were: The Mississippi Partnership, the Delta,
Hinds, South Central Mississippi Works, the Twin Districts, and the Gulf Coast (Haffey,
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2007). The current districts are: The Mississippi Partnership, the Delta, South Central
Mississippi Works, and the Twin Districts
x

The Mississippi Partnership: It is made up of 28 counties in the northeast
portion of the state. This region had been highly successful in workforce
training due in large part to the leadership around Lee County, the area’s
manufacturing industry, furniture industry, and from training provided by
local community colleges such as East Mississippi, Itawamba and
Northeast.

x

Delta region: It begins at the Northwest corner of the state and expands
down the Mississippi River Delta region. Much attention has been paid to
this portion of the state which contains some of the poorest counties in the
nation. It contains 14 counties and 12 different WIN Job Center locations,
and is served by a number of community colleges including Northwest,
Mississippi Delta, and parts of Holmes Community College.

x

The South Central Mississippi Works: This region is comprised of 15
counties, and contains eight WIN Job Center locations.

x

Twin Districts: This district is located in the southeast corner of the state
and contains 20 counties and eight WIN Job Centers.

Community colleges in those regions have the option of managing the operations
of the WIN Job Centers. The colleges have the option of operating all of the centers in
their districts, choosing to manage all functions of the center, or just certain areas of
training within the centers that they feel can be best managed by the community college
(Haffey, 2007).
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One of the traditional missions of community colleges since their inception, was
to prepare members of the community to work in their communities. Community colleges
play a critical role in workforce preparation. Cohen and Brawer (1996, p. 246) stated that
communities view community colleges as “agents of upward mobility for individuals”
and as the community’s “occupational training center.” Community colleges have been
involved in providing occupational education specifically in pre-service (pre-employment
training) and in-service education (onsite customized training and on-the-job training).
More recently this particular focus has expanded to include workforce preparation
and economic development. The colleges have been actively involved in providing preemployment training to a wide variety of students. This group includes (a) students who
have recently graduated from high school, (b) labor force re-entrants such as unemployed
workers, (c) displaced homemakers, (d) welfare recipients, and (e) former prison inmates
(Cohen & Brawer, 1996; Grubb, 1996). Grubb (1996) found that of the students with subbaccalaureate college education, 48% obtained training at a community college. Students
who graduate from a community college’s occupational program receive substantially
better wages than do those with only a high school degree (Grubb, 1996). The former
earn 20% to 30% more than do the latter; they also average lifetime earnings of $250,000
more than those without degrees (Patton & Phillippe, 2000). Graduates receiving a degree
from a community college outpaced the median earnings of high school graduates by
28% in 2001 (U.S. Census Bureau, 2002). Students who have attended a community
college but do not have a degree outpaced the median earnings of high school graduates
by 19% in 2002 (U.S. Census Bureau, 2002). In addition, community college students get
much better returns if they find employment in their field of study (Grubb, 1996).
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The primary purpose of workforce development programs is to prepare students
for employment through the development of knowledge, skills, and abilities that are
required by the workplace. Workforce development curricula are developed by college
staff after they have monitored employment trends and employer workforce education
needs. After a need for workforce education is uncovered, the college will usually assign
a program coordinator to develop the program. Program coordinators typically work with
local workforce advisory boards made up of representatives from business and industry
(Cohen & Brawer, 1996). Workforce advisory boards meet periodically with the college.
Workforce advisory boards are a resource to determine the specific knowledge, skills and
abilities needed in a specific industry. Determining what is a successful workforce
development program is subjective. Typically colleges monitor the placement rate and
first salary earned of workforce development programs as an indicator of program
success. Each program must be evaluated based on its features and the students enrolled
(Cohen & Brawer). Cohen and Brawer further suggest that the success of workforce
development training depends on what you are measuring. Although many workforce
development programs are designed to prepare students for a specific career, many
students are enrolled in workforce development training for other reasons such as to
upgrade their current skills for a position they already hold (Cohen & Brawer, 1996,
p.233).

ACT’s WorkKeys® Career Readiness Certification
In the private sector, there is great concern about the skills gap that exists between
those skills required on the job and those exhibited by potential and incumbent workers.
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Employers experience significant difficulty in hiring people who have basic
employability skills and who are therefore trainable for specific jobs. There is also
dissatisfaction with the standard of employability of students who graduate from high
school and college because academic competencies are often not supported by
employability skills.
A portable skills credential that is easily and universally understood and valued by
employers, educators and recipients would facilitate job placement, retention and
advancement in our mobile society. Such a credential that describes exactly what the
holder can do would be a terrific supplement to a high school diploma, a GED, a college
degree, or it would be a great stand-alone credential. It would be an especially useful
economic development tool in cities and counties where the academic achievement levels
of the incumbent, dislocated, or potential workforce is an inhibitor to business
development (relocation, expansion, etc).
Over the last 10 years, WorkKeys®, a product of ACT (formerly American
College Testing), has become a widely accepted common language for skills definition
among employers, educators/trainers and potential/incumbent employees. The Career
Readiness Certificate is based on three ACT WorkKeys® assessments: Applied
Mathematics, Locating Information and Reading for Information. It is awarded at three
levels: Bronze (level 3 on each assessment), Silver (level 4) and Gold (level 5) (Figure
1.2). The power of the WorkKeys® system lies in its: 1) objectivity; 2) simplicity
(WorkKeys® skill levels are described in terms of single digit numbers whose meanings
are clearly defined and readily accessible); 3) compliance with federal law (ADA,
EEOC); and 4) legal defensibility.
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Skill Areas of Most Career Readiness Certificates
–Reading for Information
–Applied Mathematics
–Locating Information
•Bronze –Minimum of Level 3 in all Skill Areas
–Qualified for 30% of Jobs
•Silver –Minimum of Level 4
–Qualified for 65% of Jobs
•Gold –Minimum
F of Level 5
–Qualified for 90% of Jobs

Figure 1.2
ACT’s WorkKeys ® CRC Skills and Levels
Note.*Source: http://www.act.org/certificate/index.html. (2009).

ACT indicates some of the benefits of having a Career Readiness Certification:
•

Portable credential for basic workplace skills

•

Business: Easy way to measure skills

•

Individuals: Easy way to demonstrate skills

•

Economic Development: Document the quality of workforce

•

Education, Workforce Development, Training Organizations, and
Business: Speak a common language

Based on ACT’s database of job profiles, colleges can estimate the types of jobs
requiring various levels of CRC skills. Data shows clearly that higher basic workplace
skills lead to higher paying jobs (Figure 1.3).
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Level
Gold
Silver
Bronze

% of Jobs
90%
65%
35%

Min Levels
5 -5 -5
4 -4 -4
3 -3 -3

Median Pay
$49,000
$34,000
$26,000

Pay Ranges
$23,000 -141,000
$14,000 -74,000
$14,000 -37,000

Figure 1.3
CRC Levels and Pay
Note.* Source: http://www.act.org/certificate/index.html. (2009).

Needs Assessments
The importance of assessing needs in the development and implementation of
new and existing educational programs has been addressed by program experts in the past
years. Boone (1985, p. 113) stated that the collaborative effort of needs assessment is
"one of the primary tasks in planning to meet educational needs. According to Kaufman
(1985), "needs assessments involve identifying and justifying gaps in results, and placing
the gaps in prioritized order for attention" (p. 21). Subsequently, a needs analysis
"provides a fine grained determination of where a need is coming from, and provides
clues to how the need may be reduced or eliminated" (Kaufman, 1985, p. 21).
Needs assessment is the “initial pursuit of information about a situation” in order
to provide trainers insight on “what is needed to improve performance” (Rossett, 1995).
Needs assessments are typically conducted at the beginning of any training and are
intended to identify gaps between what should be happening and what is actually
happening (Rossett, 1987). According to Rossett (1987), a training needs assessment is
“... the systematic study of a problem or innovation, incorporating data and opinions from
varied sources, in order to make effective decisions or recommendations...” (1987, p. 3).
33

Rossett (1995) stated four reasons for assessing needs:
1.

It's what we do before we do or recommend anything to anybody.

2.

It’s a method for reaching out, understanding and serving the customers,
organizations and missions.

3.

It's a form of consultation where we both provide services and develop
customers.

4.

It's the method that education organizations and professionals use to
ensure involvement and gather information.

A discrepancy in performance can be caused by a gap between an optima and
actual situation (Rossett, 1987). Rossett outlines five basic steps to assess training needs
in her purpose-based strategic needs assessment model (Rossett, 1995):
1.

Determine purposes based in initiators

2.

Identify sources

3.

Select tools

4.

Conduct needs assessment in steps

5.

Use the findings for decision making
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CHAPTER III
METHODS AND PROCEDURES

Introduction
The purpose of this research was to look at the extent and nature of the workforce
training, education, and retraining needs of local business and industry in a rural
Mississippi community college district. The study addressed the current and future
training needs of local business and industry in the college’s district. This chapter
described the methods and procedures used in the study. It is divided into six areas:
research design, population, selection of subjects, instrumentation, data collection, and
data analysis.
The questions to be answered are as follows:
1.

How do business and industry in the college’s district currently utilize the
workforce training and development services?

2.

What are the future workforce training needs of local business and
industry in the college’s district?

3.

What are the gaps between the workforce training provided by the college
and business and industry needs?
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Research Design
Weiss (1998) indicates that in social science research the word design refers to the
specification of which groups to study, how many units are in a group, by what means
units are selected, at what time intervals they are studied, and the kinds of comparisons
that are planned. The research design used in this study was survey research. This design
was selected because the researcher sought the opinions of a large group of people about
a particular topic (Fraenkel & Wallen, 2006). This type of survey is useful when
surveying a large population. There are disadvantages to using this type of method,
according to Fraenkel and Wallen some disadvantages of this type of survey include:
x

The possibility of asking an unclear or misleading question.

x

The respondent may not answer the questions thoughtfully or truthfully.

x

An insufficient number of questionnaires will be completed and returned
in order to conduct a meaningful analysis.

The survey design allows the researcher an opportunity to assess the attitude,
perceptions, opinions, behaviors, and motivations of individuals regarding a certain
phenomenon or object (Sellitiz, Wrightsman, & Cook, 1996). As Kerlinger (1996) notes,
survey methodology includes a variety of procedures. Survey research can be conducted
by use of personal interviews as well as mailed questionnaires. Survey research tends to
utilize more than one kind of method in order to increase the reliability and validity of the
data collected. Survey designs, like other kinds of research paradigms, have their
methodological weaknesses. One of the key weaknesses in the survey design is that
information generated often lacks sufficient depth. Consequently, the descriptions
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obtained from the methodology tend to be circumscribed to its temporal location and thus
lacks the strength that accompany protracted observations (Kerlinger, 1996).
Although the survey design has its methodological limitations, there are several
advantages to its use that tend to outweigh its disadvantages. According to Sellitz,
Wrightsman and Cook (1996), the researcher has the following advantages:
1.

To collect detailed factual information that describes existing phenomena
about a population;

2.

To identify problems or justify current conditions and practices that are
occurring within a population;

3.

To make comparisons and evaluations of a population, and

4.

To determine what others are doing with similar problems or situations,
and thus benefit from their experience in making future plans and decision
(p. 42-48)

Kerlinger (1996) stated that the methodology of survey research can be conceived
of as an inquiry into the uniformity or regularity of some phenomena. For this reason this
specific survey used was to describe current (is) and future (should be) training needs of
business and industry who are participating or had participated in workforce training at
the college. Data from the survey was used to describe present and future training needs
of the college’s business and industry and to identify any gaps in training.
The first research question, how do business and industry in the college’s district
currently utilize the workforce training and development services, was answered using
data collected from the Workforce Training Gap Survey and from existing data from the
college’s workforce services training reports.
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The second research question, what are the future workforce training needs of
local business and industry in the college’s district, was answered by the Workforce
Training Gap Survey.
The third research question, what are the gaps between the workforce training
provided by the college and the business and industry’s needs, was answered by the data
gathered and acquired from questions 2 and 3. The college’s workforce training data were
compared to the survey data to identify the needs in workforce training in the college’s
district and any gaps.

Population
The population of this study was the college’s local business and industry who are
participating or had participated in workforce training. Each business and industry was
asked to participate, and a random sample was not used. This included approximately 63
local business and industry. Business types were identified as: Construction,
Retail/Wholesale, Professional Services, Industrial/Manufacturing, Health/Hospital
Services, Hospitality/Gaming Services, Public Utilities, Transportation/Distribution,
Financial Services/Insurance, Agricultural Related/Poultry, Government/Public Service,
Education, Travel/Entertainment; Recreation, Security/Safety/WMD, and Other.
Businesses were classified as follows: Class A: 1 to 10 employees, Class B: 11-25
employees, Class C: 26 to 100 employees, Class D: 101 to 500 employees and Class E:
501 and above employees.
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Prior to beginning the research, the author received approval from Mississippi
State University’s Institutional Review Board for the Protection of Human Subjects. All
forms and approvals were completed and returned before any surveys were conducted.

Selection of Subjects
There was no need for random sampling due to the fact that the entire population
of business and industry that have participated or are participating in workforce training
provided by this rural community college’s workforce services was contacted. The
college president and the workforce vice president were asked for approval and to
provide an email list of local business and industry participating or who have participated
in training (Appendixes E and F). In research recently conducted by Clark (2006) states:
Johnson (2002) researched online response rate to online student ratings of
faculty at Brigham Young University in Utah. The first year of study, 1997,
yielded a 40% response rate. In the second year, 1999, response rates increased to
51%. By 2000, response rates increased to 62%. (p.41)
Clark’s own response rate from a similar population of 177 mainly Mississippi
community college personnel yielded a 62.03% response rate using the email based
survey company, CreateSurvey.com (Clark, 2006). Another recent study conducted in
Mississippi with a population of instructors at Northwest Community College faculty,
which utilized the online survey company Zoomerang.com to conduct a pretest, yielded a
69.9% response rate. The actual response rate achieved was 95.5% (Yarber, 2006).
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Instrumentation
A 45 question electronic survey instrument using open and close ended questions
was used (Appendix A). The instrument, titled “Workforce Training Gap Survey” was
sent in electronic format to the rural community college’s local business and industry.
This modified instrument was used by Davis-Haynes (2006), unpublished dissertation,
Workforce Training in Rural Mississippi’s Community College Districts. Permission to
use the modified instrument was granted by Davis-Haynes (Appendix C). The original
instrument was developed by the primary researcher Zeiss and was based on a review of
selected references in a national study (Clagett, 1995; Iowa Department of Education,
1991; Quinley, 1994; Zeiss, 1997). Permission to use the questions from the national
study was granted by Manning, Associate Vice President for Institutional Research;
Central Piedmont Community College on behalf of Zeiss (Appendix C). The survey
included an electronic cover letter from the researcher explaining the needs and scope of
the survey.

Validity/Reliability
The researcher maintained the original format and content of the survey modified
by Davis-Haynes in 2006. The survey was originally reviewed for clarity and content by
the MGCCC District Workforce Council in 2005. The MGCCC Workforce Council
evaluated each survey items against its research questions in terms of objectivity to
ensure it measured what it was intended to measure (Davis-Haynes, 2006).
Validity refers to the reality or truth of conclusion; valid findings describe the
way things actually are (Weiss, 1998). Howell (2002) defines two kinds of validity,
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internal and external. Internal validity is that which allows the researcher to generalize
the results of the study to the population, while external validity is that which allows the
study results to be generalized to other studies (Howell). Weiss indicates that internal
validity is that which refers to the causal link between variables in a study. Because this
study is causal in nature, it is internal validity that is most applicable to the research.
Reliability refers to whether or not repeated measurements of the same phenomena yield
the same answer (Weiss). In essence, reliability is subject to the measurement instrument
and interpretation.

Data Collection
This research project was conducted in accordance to the Institutional Review
Board (IRB) Guidelines at Mississippi State University (Appendix B). Respondents were
informed of the purpose of the survey in a cover letter. Participation was voluntary, and
consent was implied by the return of the survey. The respondents were able to withdrawal
from the study at any point. The electronic survey was emailed to participants with a
cover letter (Appendix D) and a unique link to access the survey. Participants were given
four weeks to complete the survey. A reminder email was sent after two weeks to those
participants who had not responded to the survey.

Data Analysis
The researcher attempted to answer the three research questions through the use
of descriptive statistics. The results were loaded into Microsoft Excel and SPSS for
descriptive statistics data analysis by the researcher. Data from the surveys was tallied,
and descriptive statistics were used to provide a visual description and analysis of the
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data. Part one, part two, and three of the Workforce Training Gap Survey was analyzed
quantitatively, and part four was analyzed qualitatively.
Trochim (2002) stated that descriptive statistics are those used to describe the
basic features of the data in a study. Descriptive statistics provide simple summaries
about the data and form the basis of nearly all quantitative studies (Trochim). The
primary areas of descriptive statistics are the distribution, central tendency, and
dispersion (Trochim). In terms of distribution, most often a frequency distribution
(histogram) is produced. This method provides a representation of the number of units
falling at a particular data point or within some data range. Central tendency is measured
by the mean, median, and mode. The mean is simply the average of the data or the center
of the data. The median point is that data point under which 50% of the scores fall, and
the mode is the most common data point.
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CHAPTER IV
ANALYSIS OF DATA

The purpose of this research was to look at the extent and nature of the workforce
training, education, and retraining needs of local business and industry in a rural
Mississippi community college’s district. The study addressed the current and future
training needs of local business and industry in the college’s district. The Workforce
Training Gap Survey was emailed to the entire population. This included 63 business
and industry within the community college’s district who where participating or had
participated in workforce training within the past few years. The respondents were given
four weeks to respond. A reminder email was sent two weeks after the original email to
all business and industry that had not responded. Forty-two out of 63 business and
industry responded to the survey for a response rate of 66.7%. From the 42 respondents,
40 fully completed the survey and 2 submitted partial responses for a response rate of
95.2%. The 2 partially completed surveys were not used in the analysis. The data were
analyzed by descriptive statistics through the use of SPSS. Those results were used to
answer three research questions, which are presented in this chapter.
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About the Business/Industry
Respondents were asked to indicate the focus of their business. They were given
14 industry clusters as options and asked to mark all that apply. Table 4.1 represents the
business focus for all 40 respondents by industry. Employers could select more than one
option resulting in 46 responses to type of industry. Of the business and industry
responses, the primary focus of business were 5.0% in Construction; 0.0% in
Retail/Wholesale; 5.0% in Professional Services; 47.5% in Industrial/Manufacturing;
5.0% in Health/Hospital Services; 0.0% in Hospitality/Gaming Services; 5.0% in Public
Utilities; 2.5% in Transportation/Distribution; 0.0% in Financial Services/Insurance;
2.5% in Agricultural Related/Poultry; 22.5% in Government/Public Service; 2.5% in
Education; 0.0% in Travel/Entertainment; Recreational; and 2.5% in
Security/Safety/WMD.
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Table 4.1
Responses on Business Focus in the Workforce Training Survey
Industry

Percent

Responses

Travel/Entertainment; Recreation

0.0%

0

Health/Hospital Services

5.0%

2

Retail/Wholesale

0.0%

0

Professional Services

5.0%

2

Government/Public Service

22.5%

9

Public Utilities

5.0%

2

Education

2.5%

1

Construction

5.0%

2

Transportation/Distribution

2.5%

1

Industrial/Manufacturing

47.5%

19

Agriculture Related/Poultry

2.5%

1

Financial Services/Insurance

0.0%

0

Hospitality/Gaming Services

0.0%

0

Security/Safety/WMD

2.5%

1

Other (please specify)*

4

Note. *Employers could select more than one option in Business Focus.

Table 4.2 is a comparison of the total business establishments in all 6 counties
served by the rural community college according to the U.S. Census Bureau, 2006
County Business Pattern. To protect the privacy of the six counties served by the
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community college district, the counties were re-named as “County A thru County F.” Of
the total 5,233 business, the majority were located in “County C” with a total of 2,039
businesses. Data for counties may not add to state totals due to the exclusion of
"statewide" county data. Data provided by the 2006, County Business Patterns
represented only data available when the report was created.

Table 4.2
Establishments in Community College District

Counties in College District

Total Establishments

County A

392

County B

123

County C

2,039

County D

1,631

County E

224

County F

824

Total

5233

Note.*Source: U.S. Census Bureau; 2006 County Business Patterns

Of the total 4,152 establishments in the six counties served by the college, the
majority are Retail/Wholesale with a total of 1,352 establishments in the six counties
served by the community college. Data may not be available for all NAICS industry or
geographies and excludes most government employees, railroad employees, and selfemployed persons. Table 4.3 shows the total establishments by each industry category
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according to the U.S. Census Bureau, 2006 County Business Pattern. No data is included
for government or security industry categories. The information industry category was
not included in this study, but it is reported by the U.S. Census Bureau.

Table 4.3
Establishments by Industry Category within the College District

Industry Category

Total Establishments

Travel/Entertainment; Recreation

61

Health/Hospital Services

494

Retail/Wholesale

1352

Professional Services

335

Government/Public Service

no data

Public Utilities

44

Education
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Construction

442

Transportation/Distribution

211

Industrial/Manufacturing

210

Agriculture Related/Poultry

61

Financial Services/Insurance

385

Hospitality/Gaming Services

412

Security/Safety/WMD

no data

Information

96

Total

4,152

Note.*Source: U.S. Census Bureau; 2006 County Business Patterns

By aggregating the survey responses into the industry categories used by the U.S.
Census Bureau, Table 4.4 shows that the highest percentage of the response (47.5%)
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came from the Industrial/Manufacturing industry, which represents (5.1%) of all business
in the community college district. Survey responses were higher from manufacturing
industry as well as for public utilities, education, and agriculture related, than the percent
represented by the employment establishments in the counties served by the community
college district. The Government/Public service industry category was included in the
survey with 22.5% responding, but this category is not reported in the U.S. Census data.
The survey did not result in any responses from business in the retail/wholesale industry
compared to the 32.6% of establishments reported by the U.S. Census in the counties
served by the community college.
Businesses were classified as follows: Class A: 1 to 10 employees, Class B: 11-25
employees, Class C: 26 to 100 employees, Class D: 101 to 500 employees, and Class E:
501 and above employees. Employers were asked how many staff they employ locally.
Of the 40 business and industry completing the survey, 0 (0.0%) indicated their business
size was 1-10 employees, 3 (7.5%) indicated their business size was 11-25 employees, 13
(32.5%) indicated their business size was 26-100 employees, 18 (45.0%) indicated their
business size was 101-500 employees, and 6 (15.0%) indicated their business size was
501 or more employees. Figure 4.1 shows the business size of the respondents.
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Table 4.4
Survey Response by Industry Category

Companies
Response

Counties
Employment
Establishments

Travel/Entertainment; Recreation

0.0%

1.5%

Health/Hospital Services

5.0%

11.9%

Retail/Wholesale

0.0%

32.6%

Professional Services

5.0%

8.1%

Government/Public Service

22.5%

No data

Public Utilities

5.0%

1.1%

Education

2.5%

1.2%

Construction

5.0%

10.6%

Transportation/Distribution

2.5%

5.1%

Industrial/Manufacturing

47.5%

5.1%

Agriculture Related/Poultry

2.5%

1.5%

Financial Services/Insurance

0.0%

9.3%

Hospitality/Gaming Services

0.0%

9.9%

Security/Safety/WMD

2.5%

No data

Other (please specify)

10.0%

No data

Information (U.S. census data only)

No data

2.3%

Industry

Note.*Employers could select more than one option.

49

0%
110employees
15%

7.5%
1125employees
32.5%

26100employees
101500employees

45%

501andabove
employees
Figure 4.1
Survey Response on Business/Industry Size

Levels of Education
Business and industry surveyed were asked to indicate their current employees’
level of education and the education that will be needed in five years. Table 4.5
compares the current and future education levels of employees. More than half (80.0%)
of employers stated that 41 percent or more of their current employees had a high school
diploma or GED. Workforce short term training ranked second with 35.0% of employers
stating that 41 percent or more of their current employees had some type of workforce
short term training beyond high school. A four-year college degree ranked third with
20.0% of employers indicating that 41 percent or more of their current employees had a
four-year college degree. Less than a high school degree ranked last with 2.5% of
employers stating that 41 percent or more of their current employees had less than a high
50

school degree. Respondents indicated that their employees had a mix of education levels
from less than high school degree to a post-baccalaureate degree. Figure 4.2 compares the
education levels needed today and in five years by 41-100 percent of employees.
Employers anticipated that the need for advanced education will increase over the next
five years. Employers indicated a smaller percentage of their workforce will have a high
school degree or less, and a larger percentage of their workforce will be required to have
certificate/diplomas, two-year degrees, and four-year degrees. Employers also indicated
that a slightly smaller percentage of their workforce (2.5%) will be required to have a
post-baccalaureate degree.

Table 4.5
Education Levels of Current and Future Employees
Less than
4140% in
100%
next 5
in next
years
5 years

Less than
40%
today

41-100%
today

Less than high school degree

75.0%

2.5%

67.5%

2.5%

High school graduate/GED

12.5%

80.0%

20.0%

72.5%

Workforce short term training beyond
high school (e.g. HVAC,
manufacturing skills, welding,
construction skills)

47.5%

35.0%

52.5%

37.5%

Certificate or diploma(e.g. Industrial
Maintenance, electrical technology,
LPN, drafting & design)

67.5%

12.5%

52.5%

25.0%

Two-year college/associate degree

67.5%

7.5%

67.5%

15.0%

Four-year college degree

67.5%

20.0%

70.0%

20.0%

Post-baccalaureate degree

70.0%

5.0%

67.5%

2.5%

Education
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Figure 4.2
Employee Education Levels Today and in Five Years
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Training Needs and Issues Impacting Training
All the employers (100.0%) indicated that their business would be doing training
in the next few years. When asked to indicate the issue impacting the training needs of
their company’s local workforce, respondents cited low skills of new hires, technology
changes, and technology specific to industry as the major factors (70.0%). Table 4.6
shows the list of factors impacting their training need.

Table 4.6
Issues Impacting Training Needs
Percent indicating somewhat
a factor to a major factor

Factor
Low skills of new hires

70.0%

Technology changes

70.0%

Technology specific to industry

70.0%

Growth in knowledge base in field

65.0%

Competition with other companies

55.0%

Organizational structure; process change

55.0%

Required continuing education

52.5%

Low skills of current workforce

47.5%

Cultural diversity of workforce

40.0%

Non-English speaking employees

5.0%

Shown in Table 4.7, respondents who said they planned to do training in the next
few years indicated they would use the following sources: 97.5% will do in-house
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training; 50.0% will use government resources; 47.5% will use two-year colleges; 47.5%
will use private consulting firms; 25.0% will use four-year colleges/universities; and
0.0% will use union resources for training.
When asked about the types of training they anticipated using, 90.0% plan to use
traditional classroom style training; 80.0% plan to use one-on-one training; and 7.5%
plan to use workshops, seminars, or conferences. An additional 77.5% plan to use offsite training; 77.5% plan to bring outside experts to conduct training; 65.0% will employ
internet or on-line training; 47.5% will use self-paced tutorials; and 37.5% will use
distance education.
Respondents surveyed were asked to select all distance learning training programs
that would benefit their employees. Of the 40 respondents, 32 (80.0%) indicated benefits
from video-based training; 19 (47.5%) indicated benefits from interactive videodisc
training; 16 (40.0%) indicated benefits from teleconference seminars; and 13 (32.5%)
indicated benefits from television-based training. No respondents indicated or listed
benefits from the “other” option.
The Workforce Training Gap Survey asked business and industry to indicate what
types of training assessments and credentialing would benefit their employees. Twentytwo (55.0%) indicated they needed certificate/CEU for their employees. Nineteen
(47.5%) indicated they needed pre-assessments based on national, regional, or other skills
standards. Twelve (30.0%) indicated they needed post-assessments based on national,
regional, or other skills standards. Additionally, 12 (30.0%) also indicated they needed
transcripting of training activities. One (2.5%) indicated “other”, but did not write in a
response.
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Table 4.7
Methods and Types of Training Needed
Method

Percent Planning to Use

In-house training

97.50%

Two-year colleges

47.50%

Four year colleges/universities

25.00%

Private/consulting firm

47.50%

Government Resources

50.00%

Union resources

0.00%
Types

Percent Planning to Use

Traditional classroom style training

90.00%

One-on-one training

80.00%

Off-site training

77.50%

Self-paced tutorials

47.50%

Internet or on-line training

65.00%

Distance education

37.50%

Workshops/seminars/conferences

77.50%

Bringing in outside experts

77.50%

The Workforce Training Gap Survey asked respondents to indicate what goals
they had for workforce training for their company and employees. Improving employee
performance and productivity was indicated by 36 (90.0%) of the respondents. Upgrading
employee skills was indicated by 34 (85.0%) of the respondents. Professional
development or self enrichment of employees was indicated by 30 (75.0%) of the
respondents. Required by the profession of the employees was indicated by 15 (37.5%)
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of the respondents. Required by suppliers/customers was indicated by nine (22.5%) of the
respondents.
The survey indicated that nine (22.5%) respondents estimated “0-25%” of their
current employees needed additional skills training; 16 (40.0%) respondents estimated
“26-50%” of their employees needed additional skills training; seven (17.5%)
respondents estimated “51-75%” of their employees needed additional skills training; and
eight (20.0%) respondents estimated “76-100%” of their employees needed additional
skills training. No respondents skipped this question.
Of the 40 respondents to the Workforce Training Gap Survey, One (2.5%)
indicated their current employees needed “credit classes”, 20 (50.0%) indicated their
current employees needed “noncredit classes, and 20 (50.0%) indicated their employees
needed “both credit and noncredit classes.”
Respondents were asked to indicate how much technological changes would
increase their company’s need for workforce training. Ten (25.0%) indicated a
“considerable extent;” 21 (52.5%) indicated to “some extent;” six (15.0%) indicated a
“little extent;” and three (7.5%) indicated “not at all.”

Colleges Workforce Training Data Correlated to the Workforce Training
Gap Survey
The community college divides workforce training offered to business and
industry into 34 different categories. The Workforce Training Gap Survey used in the
study divided workforce training needs into 13 main categories with specific trainings
under each of the categories. The community college training categories were grouped
together to reflect the 13 categories in the survey in order to compare and contrast
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workforce training being provided at the college to the actual workforce training need.
Table 4.8 outlines the data correlation. There was no correlation between the categories
of Global Understanding Skills and Critical Thinking Skills from the Workforce Training
Gap Survey to the community college data. The community college categories that were
industry specific were correlated to the category of Other Skills on the Workforce
Training Gap Survey.
The first research question asked how do business and industry in the college’s
district currently utilize the workforce training and development services. This question
was answered using data collection from the Workforce Training Gap Survey and from
existing data from the college’s workforce services training reports. Data from the
college’s accountability training reports for fiscal year 2007 indicated a total of 37,995
trainings. Table 4.9 shows the number of trainings divided into each of the Workforce
Training Gap Survey categories as matched to the community colleges accountability
report. Based on the college’s accountability data in 2007, the top three categories of
training provided by the community college’s workforce department were in Technical
Skills (16,979); Government Regulations (10,016); and Professional Development
(3,066). The categories of training receiving the lowest number of class hours were in
Computational Skills (0 training hours); Business Skills (367); Interpersonal Skills
(1,167); and Personal Skills (1,319). Communication Skills cannot be determined by
college’s accountability data because this area is included under Basic Skills/ABE
category. These training needs will be reflected separately under Basic Skills and
Communication on the Workforce Training Gap Survey.
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Table 4.8
Community Colleges Data and Workforce Training Gap Survey Correlation
Workforce Training Gap
Survey-Main Categories

Workforce Training Gap
Survey-Specific Training

Community College's Workforce
Training Categories

Technical Skills

Environmental, science, advanced
math/science/engineering,
blueprint reading, SPC, welding,
electrical, construction, HVAC,
production techniques

Computer Skills

Data base management, data entry, Computer Use and Applications;
word processing, spreadsheets,
GIS/GPS
desktop publishing, GIS/GPS,
Auto CAD, e-mail/internet, web
design

Business Skills

Business writing, marketing,
customer service

Customer service

Professional Development

Basic supervision, total quality
management, time management,
lean manufacturing, leadership

Quality Control Management;
Supervisory / Management

Communication Skills

Reading, math, writing, listening, Cannot be determined-Inside Basic
and speaking
Skills

Computational Skills

Basic math, graphs, and charts

Interpersonal Skills

Interacting with other, working in Team Management
teams

Government Regulations

OSHA, EPA, hazardous waste,
employee harassment, DOT

Fire Fighting; Law Enforcement;
Safety

Critical Thinking Skills

Problem solving, creativity,
learning how to learn

None

Global Understanding Skills

Understanding world geography,
diverse cultures and people

None

Personal Skills

Responsibility, self-esteem,
integrity, honesty

Employability / Remediation;
Personal Development Skills;

Basic Skills

Basic skills, literacy, GED, English ABE, Basic Skills
as a Second Language

Other Skills

Other skills listed by respondents
in the survey
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HVAC; Blueprint Reading;
Construction Trades; Drafting;
Electronics; Heavy Machine
Operator; Industrial Maintenance;
Industrial Production;
Instrumentation; Machine
Shop/CNC; Medical/Healthcare;
Welding/Soldering

Measurements / Industrial
Materials

Aquaculture, Child Care,
Sewing/Textiles, Food Production;
Furniture Manufacturing, Train the
Trainer (industry specific)

Table 4.9
Community College’s Workforce Training Report for Fiscal Year 2007
Workforce Training Gap
Survey Categories

College Data Total
Trainings

Percent %

Technical Skills

16,979

44.7%

Computer Skills

1,846

4.9%

Business Skills

367

1.0%

3,066

8.1%

Communication Skills

Included under Basic Skills

Cannot be determined

Computational Skills

0

0.0%

Interpersonal Skills

1,167

3.1%

Government Regulations

10,016

26.4%

Critical Thinking Skills

None

None

Global Understanding Skills

None

None

Personal Skills

1,319

3.5%

Basic Skills

2,646

7.0%

Other Skills

576

1.5%

Not Reported

13

3.4%

37,995

100.0%

Professional Development

TOTAL

Current Training Needs
The Workforce Training Gap Survey asked respondents to indicate what types of
training their employees needed. A description of the training categories can be found in
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Table 4.8. Respondents could select “not needed,” “needed,” “much needed,” “don’t
know,” or “not applicable” for each category.
Table 4.10 indicates the current training needs of the companies surveyed.
Respondents were asked to indicate which training areas were “not needed,” “needed,”
and “much needed.” The data were analyzed to determine the training needs most
needed. The two categories of “needed” and “most needed” were combined to determine
aggregate training needs of the business and industry. The main areas identified that
indicated “much needed” were Interpersonal Skills (25.0%), Professional Development
(24.5%), Critical Thinking Skills (23.3%), Personal Skills (22.5%) and Government
Regulations (13.5%). After the categories of “needed” and “much needed” were totaled;
the main areas identified were Professional Development (76.5%), Critical Thinking
Skills (70.0%), Interpersonal Skills (68.8%), Government Regulations (60.5%) and
Personal Skills (58.1%).
Current need for specific trainings was also analyzed. The categories of “needed”
and “much needed” were totaled for current specific training needs. Table 4.11 shows
the companies’ current need for specific training in aggregated form. The top five
current specific types of training need identified were Basic Supervision (90.0%),
Leadership (87.5), and Time Management (80.0%) under Professional Development;
Problem Solving (75.0%) under Critical Thinking Skills; Interacting with Others (72.5%)
under Interpersonal Skills; Occupational Safety and Health Administration Safety
Training (OSHA) (72.5%) under Government Regulations; Spreadsheets (72.5) under
Computer Skills; Listening (70.0%) under Communication Skills; and Creativity (70.0%)
under Critical Thinking Skills.
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The top five training areas indicated as “not needed” were Basic Skills (55.6%),
Global Understanding (51.3%), Computational Skills (49.2%), Business Skills (43.3%),
and Technical Skills (41.1%).

Future Training Needs
Research question two asked what are the future workforce training and retraining
needs of local business and industry in the college’s district. This question was answered
by the use of the Workforce Training Gap Survey. Respondents were asked to indicate
the degree of training need that they anticipated their workforce will have five years from
now. Table 4.12 indicates the future training needs anticipated by the business surveyed.
Table 4.13 indicates the percent of anticipated future training identified “much needed”
compared to the percent of current training identified as “much needed” by the
companies. The main future training areas identified as “much needed” were
Interpersonal Skills (27.5%); Personal Skills (26.3%); Professional Development
(22.5%); Critical Thinking Skills (20.8%); and Government Regulations (19.5%). The
categories of “needed” and “much needed” were totaled for future training needs. Table
4.14 shows each training category and the percentage of current training need as
compared to the anticipated percent of training need in five years: Interpersonal Skills
(86.3%); Critical Thinking Skills (80.8%); Professional Development (76.0%); Personal
Skills (68.8%); and Communication Skills (68.5%).
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All Respondents

Technical Skills
6.7%

25.3%

41.1%

10.5%

37.0%

35.8%

Business Skills
13.3%

31.7%

43.3%

Professional Skills
24.5%

52.0%

14.0%

Communication Skills
11.0%

46.0%

36.5%

Computational Skills
6.7%

25.8%

49.2%

25.0%

43.8%

22.5%

Interpersonal Skills

Respondents Current Training Needs

Government
13.5%

47.0%

31.5%

Critical Thinking Skills
23.3%

46.7%

22.5%

Global Understanding
5.0%

27.5%

51.3%

22.5%

35.6%

36.3%

Personal Skills

6.3%

23.8%

55.6%

4.7%
100%

TOTAL

16.7%

5.6%

% Not Answered

% N/A

% Don't Know

100%

5.3%

6.0%

5.5%

100%

0.8%

5.0%

5.8%

100%

2.5%

4.5%

2.5%

100%

0.0%

2.5%

4.0%

100%

2.5%

9.2%

6.7%

100%

6.3%

2.5%

0.0%

100%

1.0%

3.0%

4.0%

100%

0.0%

2.5%

5.0%

100%

5.0%

5.0%

6.3%

100%

0.0%

2.5%

3.1%

100%

2.5%

5.0%

6.9%

% Needed (TOTAL) 31.9% 47.5% 45.0% 76.5% 57.0% 32.5% 68.8% 60.5% 70.0% 32.5% 58.1% 30.0%

% Much Needed

% Needed

% Not Needed

Computer Skills

Table 4.10

Basic Skills

Table 4.11
Respondents Current Specific Training Needs
Specific Training Needs

Current

Basic Supervision

90.0%

Leadership

87.5%

Time Management

80.0%

Problem Solving

75.0%

OSHA

72.5%

Spreadsheet

72.5%

Interacting with Others

72.5%

Listening

70.0%

Creativity

70.0%
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Government

Computational Skills

Communication Skills

Professional Skills

Business Skills

Technical Skills

All Respondents

12.8%
38.9%
6.1%
9.7%
3.6%
100%

% Much Needed

% Needed (TOTAL)

% Don't Know

% N/A

% Not Answered

TOTAL

100%

2.5%

4.8%

3.0%

53.3%

9.5%

43.8%

100%

0.8%

5.0%

5.8%

48.3%

13.3%

35.0%

100%

0.8%

3.3%

2.5%

76.0%

22.5%

53.5%

55.0%

100%

100%

0.5% 1.7%

2.5% 2.5%

2.5% 1.7%

68.5%

15.5% 9.2%

53.0% 45.8%

100%

1.3%

2.5%

0.0%

86.3%

27.5%

58.8%

100%

3.0%

4.5%

3.5%

64.0%

19.5%

44.5%

100%

0.8%

2.5%

0.8%

80.8%

20.8%

60.0%

100%

5.0%

5.0%

10.0%

40.0%

8.8%

31.3%

100%

1.9%

2.5%

3.1%

68.8%

26.3%

42.5%

100%

6.9%

5.0%

5.6%

44.4%

13.1%

31.3%

26.1%

Critical Thinking Skills

41.7% 36.5% 40.0% 17.5% 26.0% 39.2% 10.0% 25.0% 15.0% 40.0% 23.8% 38.1%

Global Understanding

% Needed

Interpersonal Skills

Respondents Future Training Needs

Personal Skills

% Not Needed

Computer Skills

Table 4.12

Basic Skills

Table 4.13
Respondents Training “Much Needed” Current and Future
% Much Needed Current

% Much Needed
Future

Interpersonal Skills

25.0%

27.5%

Personal Skills

22.5%

26.3%

Professional Development

24.5%

22.5%

Critical Thinking Skills

23.3%

20.8%

Government Regulations

13.5%

19.5%

Training Category
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Table 4.14
Respondents Specific Training Needs Today and in Five Years
Training Needs

Current

Future

Interpersonal Skills Totals

68.8%

86.3%

Critical Thinking Skills Totals

70.0%

80.8%

Professional Development Totals

76.5%

76.0%

Personal Skills Totals

58.1%

68.8%

Communication Skills Totals

57.0%

68.5%

Government Regulations Totals

60.5%

64.0%

Computational Skills Totals

32.5%

55.0%

Computer Skills Totals

47.5%

53.3%

Business Skills Totals

45.0%

48.3%

Basic Skills Totals

30.0%

44.4%

Global Understanding Skills Totals

32.5%

40.0%

Technical Skills Totals

31.9%

38.9%

Note.*Percent indicating “need and much need”
The categories of “needed” and “much needed” were totaled for anticipated future
specific training needs. Table 4.15 shows the employers anticipated need for future
specific training in aggregated form as compared to the current need for specific training.
The top 80% of future specific training needs identified were: Basic Supervision (90.0%)
under Professional Development; Working in Teams (87.5%) under Interpersonal Skills;
Problem Solving (87.5%) under Critical Thinking Skills; Leadership (85.0%) under
Professional Development; Interacting with Others (85.0%) under Interpersonal Skills;
Creativity (82.5%) under Critical Thinking Skills; Time Management (82.5%) under
Professional Development; and OSHA (80.0%) under Government Regulations.
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The top five future training areas anticipated as “not needed” were Technical
Skills (41.7%), Business Skills (40.0%), Basic Skills (55.6%), Global Understanding
(40.0%), and Computational Skills (39.2%).
Overall, employers perceived that training needs would increase over the next five
years. There were, however, areas where employers perceived a larger increase in
training needs in five years. The largest perceived training increase was in basic math
skills (25.0%) and in reading skills (25.0%). Working in teams, basic skills, and charts
followed closely with (22.5%) more respondents indicating their employees in five years
would have training needs in these areas. Unlike the training areas of lean manufacturing
(-5.0%); hazardous waste (-.5.0); and leadership skills (-2.5%), which employers
perceived as being more currently needed than in the next five years. Figure 4.3 shows
the areas of greatest increase in training needs.
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Table 4.15
Respondents Current and Future Specific Training Needs
Specific Training Needs

Current

Future

basic supervision

90.0%

90.0%

leadership

87.5%

85.0%

time management

80.0%

82.5%

problem solving

75.0%

87.5%

OSHA

72.5%

80.0%

spreadsheets

72.5%

75.0%

interacting with others

72.5%

85.0%

listening

70.0%

70.0%

creativity

70.0%

82.5%

writing

65.0%

72.5%

speaking

65.0%

72.5%

working in teams

65.0%

87.5%

hazardous waste

65.0%

60.0%

learning how to learn

65.0%

72.5%

total quality management

65.0%

67.5%

basic computers

62.5%

72.5%

EPA

62.5%

70.0%

employee harassment

62.5%

65.0%

word processing

60.0%

67.5%

lean manufacturing

60.0%

55.0%

responsibility

60.0%

70.0%

integrity

60.0%

70.0%

honesty

60.0%

67.5%
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Figure 4.3
Changes in Training Needs Today and in 5 Years

In section four of the Workforce Training Gap Survey, respondents were asked to
list the top five technical or job specific skill needed in their workforce recruiting. The
following list summarizes their responses.

Aircraft Aviation
Mechanical
Aircraft Composites
Aircraft Maintenance
Aircraft Painting/Depainting
Aircraft Sheet Metal repair
Apprentice Lineman
Aviation Electrical
Banner Literacy Skills
Basic Diesel Engine

Digital X ray Operation

Roofing skills

DOT
Compliance/Regulations
Electrical
Electronics

SAP/Procurement/Wareho
use
SPC
Stabilized Optical Systems

Emergency Medical
Engineering
EPA
Equipment operation
Flight Line Aviation

Supervision Skills
Truck driving
Working as a Team
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Operations
Basic Keyboard
Blue Print Reading
Business Management
CAD
Carpentry
CATIA V5 Engineering
Program
C.N.A. Skills
CNC
Communications
Computer Skills
Control Room Operators
Construction
Crane/Rigging
Cultural Diversity
Customer Service

Forestry
GIS
Government Contracting
Lean Manufacturing
Maintenance
HVAC

Math Skills
Mechanical Skills
OSHA Regulations
Problem Solving
Reading Skills
Safety

Laboratory Techs
Language skills
Leadership
Machining
Managerial Skills
Measurements
Metal Trades
Phlebotomy
Public Speaking

Solder Skills
Spreadsheets
Strategic Planning
Tool & Die
Welding
Writing

Section four of the Workforce Training Gap Survey asked respondents to
comment on their experiences with workforce training at the college and with other
training providers. Responses to the question were categorized as either positive,
negative, or no comment. Of the respondents, 28 (70.0%) indicated a positive
experience, and 12 (30.0%) had no comment/no experience. Of the respondents seven
(17.5%) had experiences with other training providers or other states, and 31 (77.5%)
either did not respond or had no experience. From the seven who had experience with
other training providers or with other states 5.0% indicated a negative experience. The
following are several positive comments from the respondents:
x

“Have always been very good at attending to our needs.”

x

“This has been a very important asset for our company in these
challenging economic times. Our production has greatly improved.”
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x

“I have been involved with workforce training at the college for years and
they have always filled my needs in training.”

x

“Provided some training for our entire staff on driving skills. It was a
great experience. I heard only good comments from the staff participating
and the individuals I dealt with in getting everything in place for the
training could not have been more helpful. All in all it was a wonderful
experience.”

x

“Has excellent programs and support for use by area industry.”

x

I have always had excellent response, service and results with Workforce
Training.”

x

“Great programs offered for workforce development.”

x

“We are involved in emergency response. Most of the emergency
responders are volunteers. The college helped us to increase the
emergency medical training for our volunteers.”

The respondents were asked to share comments they had about their workforce
needs. The following summarizes their comments.
x

“We need leadership and cross training.”

x

“Our company needs training in certain areas to stay in compliance with
government requirements as well as improving the basic skills of our
employees.”

x

“We are growing and have several needs in Aerospace.”

x

“We need to further develop our curriculum and ensure our current
employees become instructors for other new hires.”
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x

“We have a very diverse workforce that requires much production/ work
ethic training.”

x

“Supervisory training is need.”

x

“Welding is always needed in our business.”

x

“Biggest challenge is in the proposal and grant writing area.”

x

“More in-house or on-line type training due to cost.”

x

“Workforce Development is very supportive of our requirements. Training
requirements will continue to exist as new technology is implemented and
we are faced with an aging workforce.”

Gaps in Training
Research question three asked what the gaps are between the workforce training
provided by the college and the needs of business and industry. This question was
answered by the data gathered and acquired from research questions 2 and 3. The
college’s workforce training data (Table 4.9) was compared to the Workforce Training
Gap Survey to identify the needs in workforce training in the college’s district and any
gaps. Based on the college’s accountability data in 2007, the top three categories of
training provided by the community college’s workforce department were Technical
Skills (44.7%), Government Regulations, (26.4%), and Professional Development
(8.1%). The categories of training receiving the lowest number of class hours were
Computational Skills (0.0 %), Business Skills (1.0%), Interpersonal Skills (3.1%), and
Personal Skills (3.5%).
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According to the Workforce Training Gap Survey (Table 4.12), the current
training areas identified as “much needed” were Interpersonal Skills (25.0%),
Professional Development (24.5%), Critical Thinking Skills (23.3%), Personal Skills
(22.5%) and Government Regulations (13.5%). The future training areas identified as
“much needed” were Interpersonal Skills (27.5%), Personal Skills (26.3%), Professional
Development (22.5%), Critical Thinking Skills (20.8%), and Government Regulations
(19.5%).
After the categories of “needed” and “much needed” were totaled, the current
training areas identified were Professional Development (76.5%), Critical Thinking Skills
(70.0%), Interpersonal Skills (68.8%), Government Regulations (60.5%) and Personal
Skills (58.1%). The anticipated percent of the training need in five years was indicated by
the respondents were Interpersonal Skills (86.3%), Critical Thinking Skills (80.8%),
Professional Development (76.0%), Personal Skills (68.8%), and Communication Skills
(68.5%).
Table 4.16 shows the ranking between training provided by the community
college, current training need, and future training need of business and industry.
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Training Providedreported from college
data

Computational Skills
Basic Skills Totals
Global Understanding
Skills

10 Computational Skills

11

12

Technical Skills

9 Business Skills

Basic Skills Totals

Computational Skills
Global
Understanding Skills

Computer Skills

Technical Skills

Business Skills
Basic Skills Totals
Computational
Skills
Technical Skills
Global
Understanding Skills Computer Skills

Business Skills
Communication Skills

6 Personal Skills
7 Interpersonal Skills
Other Skills(industry
8 specific)

Personal Skills
Professional
Development
Critical Thinking
Skills
Government
Regulations
Communication
Skills
Business Skills

Interpersonal Skills

Future Training
“Much Needed”

Personal Skills
Communication
Skills
Computer Skills

Interpersonal Skills
Government
Regulations

Total Current
Training “Needed
and Much Needed”
Professional
Development
Critical Thinking
Skills

Government Regulations

Personal Skills

Critical Thinking Skills

Interpersonal Skills
Professional
Development

Current Training
"Much Needed”

5 Computer Skills

2 Government Regulations
Professional
3 Development
Basic
4 Skills/Communication

1 Technical Skills

Rank

Rankings of Training Needed and Training Provided

Table 4.16

Technical Skills

Basic Skills Totals
Global Understanding
Skills

Business Skills

Computer Skills

Government Regulations
Computational Skills

Communication Skills

Personal Skills

Critical Thinking Skills
Professional
Development

Interpersonal Skills

Total Future Training
“Needed and Much
Needed”

CHAPTER V
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

Summary
This chapter summarizes the purpose of the study, research questions,
conclusions, and recommendations of the study. The purpose of this study was to look at
the extent and nature of the workforce training, education, and retraining needs of local
business and industry in a rural Mississippi community college district. The study
addressed the current and future training needs of local business and industry in the
college’s district.

Research Questions
1.

How do business and industry in the college’s district currently utilize the
workforce training and development services?

2.

What are the future workforce training needs of local business and
industry in the college’s district?

3.

What are the gaps between the workforces training provided by the
college and the business and industry’s needs?

Population
The population of this study was the college’s local business and industry who are
participating or had participated in workforce training within the past five years. Each
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business and industry was asked to participate. This included approximately 63 local
business and industry. Business types were identified as: Construction, Retail/Wholesale,
Professional Services, Industrial/Manufacturing, Health/Hospital Services,
Hospitality/Gaming Services, Public Utilities, Transportation/Distribution, Financial
Services/Insurance, Agricultural Related/Poultry, Government/Public Service, Education,
Travel/Entertainment; Recreation, Security/Safety/WMD, and Other. Business was
classified as follows: Class A: 1 to 10 employees, Class B: 11-25 employees, Class C: 26
to 100 employees, Class D: 101 to 500 employees, and Class E: 501 and above
employees.

Delivery and Response
The 45 question electronic survey Workforce Training Gap Survey was emailed
to the entire population. This included 63 business and industry within the community
college’s district who where participating or had participated in workforce training within
the past few years. Email addresses were provided by the workforce department at the
college. The respondents were given four weeks to respond. A reminder email was sent
two weeks after the original email to all business and industry that had not responded.
Forty-two out of 63 business and industry responded to the survey for a response rate of
66.7%. From the 42 respondents, 40 fully completed the survey and two submitted
partial responses for a response rate of 95.2%.

Conclusions
Workforce development is valuable in helping community colleges meet the
needs of a competitive global economy. The gap between well-paying jobs and
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unemployed undereducated workers continues to be a problem. In order to prepare the
supply of the unemployed/underemployed to meet industry's demand, workforce and
education systems need to be organized around long-term integrated education, training
and work, which are targeted to high-wage, high-demand employment. For employers,
this can offer a means for recruitment and training of new employees, skills upgrade for
existing employees, and improved retention.
The study identified the training needs of business and industry served by the
rural community college. The study showed that there were training gaps between the
training that the college provided and the current and future training needs of the business
and industry. Approximately 70% of the respondents were from the (47.5%)
Industrial/Manufacturing and (22.5%) Government/Public Service sector. The survey
responses resulted in much smaller percentages for the sectors of Construction,
Professional Services, Health/Hospital Service, Public Utilities,
Transportation/Distribution, Agricultural Related/Poultry, Security/Safety/WMD and
Education. No responses were received from the Travel/Entertainment; Recreational,
Retail/Wholesale, Hospitality/Gaming Services, and Financial Services/Insurance.
Almost 40% of the respondents indicated that over 50% of their current
employees needed additional skills training while 62.5% of the respondents indicated that
less than 50% of their current employees needed additional skills training. Business and
Industry also looked at educational credentials. A very small percentage of the
respondents indicated that 41% or more of their current employees had or would have in
five years less than a high school diploma. In contrast 80.0% of employers stated that
41% or more of their current employees had a high school diploma or GED compared to
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72.5% in the next five years. Respondents (20.0%) indicated that 41% or more of their
employees had or would be required to obtain a 4-year degree in the next five years.
Only 5.0% of respondents indicated 41% or more of their current employees had a postbaccalaureate degree compared to 2.5% who indicated the same would be required in five
years. The demand for a 2-year degree was also expected to increase. In five years,
15.0% of employers expected 41% or more of their workforce would need a 2-year
degree, compared to 7.5% of employers’ evaluation of their current workforce.
Workforce short term training ranked second with 35.0% of employers stating
that 41% or more of their current employees had some type of workforce short term
training beyond high school, compared to 37.5% who anticipated an increase in the next
five years. While 12.5% of the respondents indicated that 41% or more of their current
workforce was required to have a certificate or diploma, 25.0% of employers anticipated
an increased need for 41% or more of their workforce would be required to have a
certificate or diploma.
Overall, employers anticipated that the need for advanced education will increase
over the next five years. Employers indicated a smaller percentage of their workforce
will have a high school degree or less and a larger percentage of their workforce will be
required to have certificate/diplomas, two-year degrees, and four-year degrees.
The response to the question in training produced interesting results. One
hundred percent of respondents indicated that their business/industry would be doing
training in the next five years. Respondents indicated (47.5%) non-credit classes or
(50.0%) both (credit/non-credit) when asked to indicate type of class needed. When
asked to indicate the issue impacting the training needs of their company’s local
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workforce, 70.0% of respondents cited low skills of new hires, technology changes, and
technology specific to industry as the major factors. Employers indicated that the primary
method they would use to meet training needs would be in-house training (97.5%).
Most respondents (77.5%) indicated that technological changes in their business
would increase the need for workforce training in the future. Respondents (80.0%)
indicated they would need video based training, and 47.5% indicated interactive
videodisc training as methods of distance learning training programs that would benefit
their employees. Distance learning can be an effective technique for delivering workforce
training. Most of the state’s community colleges and SBCJC are advancing in their use of
distance education with their for credit classes. It would be reasonable to attempt to do
the same with workforce training.
More than half of the respondents (55.5%) indicated that certificates and
continuing education units (C.E.U’s) under training assessments and credentialing would
benefit their employees. Almost half of the respondents (47.5%) indicated the need for
pre-assessments compared to 30.0% for post-assessments. Most of the respondents
(90.0%) indicated improving employees’ performance and productivity as a goal for
workforce training. Eight-five percent of the respondents indicated upgrading employee’s
skills as a workforce training goal. All of the respondents indicated a positive experience
with the use of the college’s workforce training.
This study indicated that there is a gap between the training being provided by the
college to business/industry and the current and future needs of these companies. The
college’s workforce department is providing training mainly in Government Regulation
and Technical skills. The Workforce Training Gap Survey did not indicate Technical
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Skills training as needed or much needed by business and industry currently or in the next
five years. This could be a result of the local community college doing an adequate job
in providing training in that area. However, the survey indicated that Government
Regulations were needed or much needed currently by 60.5% and in the future by 64.0%
of the respondents. The specific training need under Government Regulations was
identified as OSHA Regulation training by 72.5% as a current need and 80.5% as a future
need. This could indicate that although the community college is offering the majority of
its training in Government Regulations, additional training specifically in OSHA
Regulations is still needed.
Professional Development, Critical Thinking, and Interpersonal Skills were
identified by business and industry as training areas needed or much needed both
currently and in the next five years. The top three specific trainings identified as a
current need were basic supervision, leadership, time management, and problem solving.
Specific training in basic supervision and problem solving were also identified as needed
in the next five years, in addition to working in teams, interacting with others, and time
management. Leadership training was slightly rated higher as a current need than as a
future need by business and industry. Overall, all the respondents’ needs for specific
trainings increased for future training with the exception of a 2-5% decrease in
leadership, lean manufacturing, and hazardous waste; these trainings were rated higher as
a current need.
Based on the college’s training data, 8.0% of training was offered in Professional
Development and 3.0% in Interpersonal Skills. Although some of these training areas
and specific trainings were offered by the community college, the survey indicated that a
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need for training in these areas still exists. No training was offered in Critical Thinking
Skills. This presents an opportunity for the community college to expand its training
base in order to meet the training need of business and industry in the area of Critical
Thinking Skills.
Some training areas, however, were judged to be of greater importance in five
years than they are currently. The top four areas were Computational Skills,
Interpersonal Skills, Communication Skills, and Basic Skills. These differences were in
specific trainings such as basic math, reading, working in teams, basic skills, charts, and
graphs. These training areas showed a 20-25% difference between current and future
need. These trainings were indicated as needed by business and industry by
approximately 65% as a current need compared to approximately 85% as a future need.

Recommendations
Recommendations were made based on information gathered from the Workforce
Training Gap Survey and the community college’s workforce training data.
Recommendations were made for the community college, business and industry, and for
further research.

Recommendations for Business and Industry
Due to today’s global competition and quality improvement movement, all
employers should recognize that the best investment they can make is in their human
capital. Business and industry should seek high quality training to meet their needs
which will assist in creating a high performing and highly skilled workforce. Employers
should recognize the importance of training within their organization at all levels and that
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training is a priority and permanent cost of doing business. Employers should encourage
their employees to participate in training to upgrade, improve, or refresh their skills.
Business and industry should partner with their local community colleges to establish
long term goals and strategies to meet the training needs of their current and future
employees and for the continued enhancement of employee skills. Business and industry
should demand high quality training from trainers who are accountable. Employers
should recognize the importance of the Career Readiness Certification (CRC) as an
assessment to measure their current and future employee’s basic skills in Reading, Math,
and Locating Information. Business and industry should support their local community
college and legislative policy development and funding support.

Recommendations for the Community College
The community college has the obligation of providing quality services and
training to employers and the communities they serve. The college needs to be able to
implement new strategies in order to keep up with the changes, needs, and expectations
that arise with the changing economy. The college should establish comprehensive
marketing and promotion campaigns to establish high visibility of the services provided
by the college and workforce department. Workforce training should be an integrated
part of the organization’s structure and the college’s environment. The college
environment should be flexible and responsive to the need for credit and non-credit
instruction. The college should provide nontraditional training hours to accommodate the
needs of business and industry. The college should implement new and innovative
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methods of providing workforce training to include distance learning, interactive video
based learning, and videodisc training.
The college must work closely with its business and industry to keep abreast of
workforce training needs to include academic, technical, social, and life skills. The
college must focus on the delivery of quality training and have skilled trainers on staff to
meet the current and future industry training needs as identified by this study:
professional development, critical thinking, and interpersonal skills. The college should
focus on providing specific training as identified by this study: basic supervision,
leadership, time management, problem solving, team work, interaction with others, and
time management. The college should prepare for the anticipated need as indicated by
business and industry in this study for future training in basic math, reading, working in
teams, basic skills, charts, and graphs. The community colleges should re-evaluate the
business and industry’s need for training in technical skills and governmental regulations
areas.
The college should encourage business and industry to participate in current and
future employee basic skills pre-assessments using the nationally recognized Career
Readiness Certification. The college should assist business and industry in creating a
scan of their employees’ skills level and of the business environment in order to remain
competitive by training employees for jobs of the future and to create lifelong learners.
The college must become more innovative and proactive in partnering with business and
other organizations to leverage resources and provide quality education and training. The
college must partner and share resources with other colleges in the state in order to
continue improving and enhancing the overall workforce training and services provided
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within the state. The college must continuously train and cross-train their own employees
in order to leverage resource and invest in future leaders within their organization. The
college’s workforce development staff should be flexible, innovative, and customer
oriented.
The college must take a proactive role in influencing governmental policy and law
that affects workforce development, such as state funding legislation. The college should
use their business partners for support in this area. The college’s workforce development
programs should have a single point of contact who can handle all the logistics for the
customer regardless if these services are located in several different areas of the college.
This will support a customer service approach and will encourage and facilitate business
partnerships.

Recommendations for Further Research
This study focused on exploring the current and future training needs of business
and industry served by a rural community college and on identifying factors that
contribute to or challenge the success of workforce training efforts. The following
recommendations are made for further research:
1.

This study should be replicated in other parts of the state in order to
support, compare and or contrast the results obtained in this study.

2.

Other researchers should consider conducting a similar study in
partnership with several colleges in order to identify the training needs of
business and industry within a region and to encourage partnerships within
the colleges.
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3.

A larger sample should be used in order to determine specific training
needs by business and industry clusters.

4.

Results of this study should be analyzed with the college and SBCJC to
determine future workforce training goals for the college and policy
options.

5.

Follow up contact should be established with the respondents to address
specific training needs and to establish training goals. This gap analysis
should be implemented every five years to track the changing needs of
business and industry.
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